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BACKGROUND 
 
As 2001 was the International Year of the Volunteer as it seemed timely to look at the legal, social 
and political frameworks which provide for the long term growth of volunteers.  The focus of this 
research is on the nature and extent of volunteers in the Queensland State Government. 
 
The social capital debate (expanded by Robert Putnam in 1995) is about citizens’ participation in 
extracurricular activities and has been extended to mean a collective intelligence – a capacity as a 
people to create the society we want.  The volunteer phenomenon has been used to indicate social 
and ethical concern. 
 
However, there are only a few (albeit contested) measures of volunteering in Australia and none on 
volunteers in State Government in Australia.  The latest Australian Bureau of Statistics (ABS) data 
(2000 b) shows the demarcation of the volunteer community in the following types of organisations: 
 
 Type of organisation Percentage  
 sport, recreation 34.1  
 welfare and community 35.2  
 education, training, youth development 28.0  
 religious 17.6  
 health 7.7  
 emergency services 4.5  
 environmental, animal welfare 3.8  
 business/professional/union 5.3  
 arts and culture 6.1  
 law, justice, political 2.2  
 other 2.0  
 foreign, international 1.0  
 
It should be noted that ABS data is for ‘formal’ volunteering (through organisations). 
 
Research in South Australia (2000) estimates that more than 250,000 South Australians volunteer 
their time to endeavours in the arts, community and consumer services, education, emergency 
services, sport and recreation, health, tourism and the environment.  Volunteers contribute over 
$850 million in benefits to the community through more than 2000 voluntary organisations. 
 
Overseas research (USA) indicates that 25-30% of all volunteer labour is directed to government 
(Hodgkinson et. al., 1996). 
 
This study is the first of its kind in Australia and it focuses on volunteers in State government 
departments.  Excluded from this preliminary research are statutory agencies such as hospitals, 
health services, advisory boards and committees.  These will be part of a wider study which will 
include all entities under the government’s Administrative Arrangements Order. 
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AIMS OF THE RESEARCH 
 
This research is exploratory and indicative, and its major purpose is to  
 
(i) ascertain the extent of volunteers by agency – which agencies enlist volunteers, 
size of organisation, attitude of unions to volunteers; 
 
(ii) look at explanatory variables as to why there may be differences, eg. volunteer 
program ‘benchmarks’ – volunteer co-ordinator, budget, training, recognition; 
 
(iii) examine (to the extent possible) the activities the volunteers actually perform, 
background/preparation for these roles, motives for volunteering, continuity across 
service domains, differences in management techniques across domains; 
 
(iv) compare data with other studies in Australia and overseas; and 
 
(v) establish a research agenda on volunteers/volunteering. 
 
 
METHODOLOGY 
 
To collect data on whether State government departments had volunteers and, if so, what 
information they held on them, self-completed questionnaires were sent to all departments.  
Additional information on volunteers was provided by some agencies (Annual Report information, 
volunteer policies, training and induction guides, information sheets). 
 
All departments but one responded. 
 
Two focus groups were held with representatives from departments which had volunteers (some 
were volunteer co-ordinators) and three focus groups were held with volunteers who worked for 
government departments.  Because of the difficulty in getting volunteers to attend focus groups 
(they were ‘recruited’ by government agency personnel), questionnaires were distributed to some 
volunteers who could not attend but who were willing to provide information.  Telephone interviews 
were conducted with some departmental personnel who could not attend focus groups. 
 
Limited funding was a constraint in both the holding of focus groups (limited to Brisbane) and in a 
wider distribution of questionnaires.  As stated above, this research is indicative and exploratory 
only, and the primary aim was to identify what other research would be useful to undertake. 
 
A primary obstacle to conducting this study was the lack of data on volunteers in departments.  
Several found the ‘search phase’ difficult since a volunteer program may be found in different units 
or sections; in large, complex agencies, officials are often unaware that the organisation uses 
volunteers or may not know where they are located. 
 
The effort that departments made in locating information was considerable, and the information 
reported and supplied was due, in large part, to the personal interest of volunteer co-ordinators in 
these departments. 
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FINDINGS 
 
Extent of Volunteer Use by Departments 
 
The extent to which departments use volunteers varies from none (6 departments) to c.80,000.  
Four agencies have significant numbers of volunteers – Emergency Services (c.80,000), Transport 
(3,600), Environmental Protection Agency (c.3299) and Employment and Training (3,147). 
 
Table 1:  Queensland Government Departments With Volunteers 
 
Department No. of Volunteers Volunteer Co-ordinator(s) 
Aboriginal & Torres Strait Islander Policy 1  
Corrective Services c.800  
Disability Services, Qld. c.400  
Education 
State schools 
Catholic/Independent schools 
unknown 
1295 
442 
 
Emergency Services c.80,000  
Employment & Training 3,147  
Environmental Protection Agency c.3,299  
Families 
(households) 
1,282  
Housing c.1,000  
Justice & Attorney General c.150  
Natural Resources & Mines 14  
Police c.200  
Primary Industries 438  
State Development up to 22  
Tourism, Racing & Fair Trading 2  
Transport c.3,600  
Total =  c.94,355  
 
Source: Questionnaires 
 
 
Departments which report no direct use of volunteers are Industrial Relations, Local Government 
and Planning, Premier and Cabinet, Public Works, Sport and Recreation and Treasury. 
 
Two departments have volunteers employed by their statutory agencies – Arts, through the 
Performing Arts Centre (c. 200) and Health through 39 Health Districts.  Two departments already 
mentioned – Arts and Emergency Services, have volunteers attached to organisations which they 
fund, as does Main Roads.  There is no definite figure for the number of volunteers in government 
departments but it is close to 95,000 in 2000/2001.  If statutory agencies are added (especially 
Health Service Districts and Schools) it could be in the vicinity of 150,000 persons. 
 
The size of departments which use volunteers also varies; some large departments have no 
volunteers; and some small departments make extensive use of volunteers.  For example, the Fire 
and Rescue section of Emergency Services has 2634 FTE staff and 40,000 volunteers (or 15 times 
the number of full-time staff).  The use of volunteers is clearly not related to organisational size. 
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What Differences Are There In Volunteer Management? 
 
There is some literature on the management of volunteers and most authors acknowledge that 
there are difficulties.  Paull has summarised this literature (to 1997) and raised the question as to 
whether volunteers can be managed. (Paull, 1998:25).  One view is that ‘managing’ a volunteer 
devalues the volunteer experience; most authors, though, suggest that the application of 
management theory can be used to a great advantage but with caution.  (Paul, 1998: 25-26) 
 
This research sought information on variables which might contribute to ‘differences’ in volunteer 
recruitment and management.  Of the fifteen departments which directly recruit volunteers, nine 
have volunteer co-ordinators and most have data on volunteers such as job descriptions, hours 
worked, location of workplace, length of service, how recruited and some demographics. (See 
Table 2 below). 
 
Table 2:  Information Held on Volunteers 
 
Department No Data 
By 
Location 
Job 
Descr. Hours 
How 
Recruit. 
Payments 
Made 
Length 
Service 
Demog. 
Info. 
Volunteer 
Insur. 
Aboriginal 
TSI Policy 
         
Corrective 
Services 
         
Disability 
Services, Qld. 
         
Education          
Emergency 
Services 
         
Employment 
& Training 
         
Environmenta
l Protection 
Agency 
         
Families          
Housing          
Justice & 
Attorney 
General 
         
Natural 
Resources & 
Mines 
         
Police          
Primary 
Industries 
         
State 
Development 
         
Tourism, 
Racing & Fair 
Trading 
         
Transport          
 
Source: Questionnaires 
 
Six departments have a budget for recruitment and training of volunteers and seven departments 
have a budget for reimbursement of expenses.  Resources for volunteers vary – six departments 
provide uniforms or personal protection equipment, four provide specific training.  Reimbursement 
of expenses (although provided for in budgets) is not reported except for three departments.  All 
departments provide some form of ‘recognition’ for volunteers.  Eight departments report 
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‘contractual’ arrangements with volunteers and these vary from procedures for working in the 
organisation to more formal agreements covering hours, duties, confidentiality and duty of care. 
 
It is difficult to determine ‘benchmarks’ for volunteer management from these reported features, but 
recent literature suggests that good management practice does need to be applied to volunteers 
as there are legal issues at stake such as worker’s compensation, professional indemnity, public 
liability, occupational health and safety, anti-discrimination and equal opportunity in public 
employment. 
 
The volunteer management role is important if the vast resource represented by volunteering is to 
be managed to greatest effect; volunteers need to experience a worthwhile and enjoyable 
experience and their service needs to be valued. (Gay, n.d.)  In some volunteer roles there is 
considerable exposure to risk, so training and duty of care (risk management/minimisation) are 
significant. 
 
What Roles Do Volunteers Perform in Departments? 
 
The roles performed by volunteers are many and varied and indicate highly specialised (and high 
risk) tasks of firefighting, rescue, providing legal advice, as well as personal support and service 
functions.  Data from the questionnaires indicate that roles vary from performing ‘core business’ 
(Emergency Services, Corrective Services) to professional work (chaplaincy, interpreting, ethics 
advice, financial training, legal advice), fundraising, coaching/training, education (tutoring, 
learning skills development, teaching programs), personal support (leisure/social activities, 
victim/witness support, court support), construction of community facilities (park maintenance, 
track building), environmental support (vegetation/fauna assessments, wildlife care, revegetation 
schemes, litter collection, combat graffiti), administrative functions (supervision of functions, 
purchasing, clerical work, library archiving, promotion of products), and service functions 
(community advice/liaison, information provision, customer service (shop, souvenir sales, 
tuckshop), community reference group, employment support, driver reviver, school crossing 
supervisors, bike education, public transport marshalling). 
 
There is some literature which indicates why volunteers give their time to charity and these 
distinctive factors can be categorised into three: 
 
Emotional benefits: 
• being needed 
• getting out of one’s small world 
• pride in improving the quality of other people’s lives 
• feeling less selfish 
• giving credence to one’s own philosophy of life and values 
• therapeutic – overcoming loneliness and low spirits 
 
Social benefits: 
• making new friends 
• feeling more of an integral part of the community 
• being part of a team 
 
Intellectual benefits: 
• learning about something new and developing new skills 
• encountering a lifestyle different from one’s own 
• the opportunity to teach by passing on knowledge and skills (Hind, 1995: 377-378) 
 
There is no information on why people volunteer to government departments.  The Brudney and 
Kellough (2000) studies in the USA only gather data from agencies, not volunteers.   
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Some data was gathered in this study from ‘government’ volunteers via a self-completed 
questionnaire, but the question related to current reasons for being a volunteer and it is worth 
noting that most respondents volunteer for more than the government department.  Only 8 out of 
25 respondents volunteered for government departments only.  It is interesting to note, though, that 
the main reasons for volunteering in government departments are ranked as:  to help others in the 
community (1), for personal satisfaction (2), and to do something worthwhile (3).  The first two of 
these align with the ranking of reasons for volunteering in the ABS survey on voluntary work (ABS 
2000b). 
 
Table 3:  Comparative Data – Current Reasons for Being a Volunteer 
 
 Ranking 
Reason ABS 2000 Survey1 Volunteers in State
 
Govt. (n = 25)2 
Help others in community 1 1 
Personal satisfaction 2 2 
Personal/family involvement 3 8 
To do something worthwhile 4 3 
Social contact 5 6 
Use skills/experience 6 5 
Other 7 11 
Religious beliefs 8 9 
To be active 9 4 
To learn new skills 10 7 
Gain work experience 11 10 
 
Sources: 1ABS (2000), Voluntary Work, 2000,  Catalogue No. 4441.0 
   2Questionnaires 
 
From the questionnaire data, the departments with the greatest volunteer role variation are 
Corrective Services, the Environmental Protection Agency, Transport and Education. From the 
available data it is evident that volunteers commit to one department only (although they may give 
time to non-government organizations).In the case of some departments, volunteers are asked to 
‘commit’ for a minimum time (eg. 12 months; 4 hrs/week minimum to 16 hrs. maximum ; volunteers 
on ethics committees are appointed for 3 years) due to training ‘investment’. 
 
Differences in Management Techniques Across Domains. 
 
Whilst this issue wasn’t specifically focused on in this preliminary research, the difference in  tasks 
performed is obvious from the foregoing data on roles, and the different nature of those roles will 
impinge on management. 
 
The Table 4 (below) on ‘problems’ encountered by managers in using volunteers is instructive on 
this issue- it is difficult to delineate (sometimes) the role of a volunteer – there are recruitment 
problems such as specifying skills/ability; reliability problems; use of volunteers is perceived as a 
threat to jobs; other liability problems – insurance, workplace health and safety, exposed risk - all 
make the management task a challenging one. 
 
Some departments have ‘formal’ rules of engagement – such as codes of conduct/ethics or 
‘indemnity’ contracts. There are a number of ‘standards’ available: 
  
 Volunteering Australia – Code of Practice 
 Volunteer Protection Bill – South Australia 
 W.A. Public Service Guidelines 
Volunteering Code, Canada 
The Compact, UK. 
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There is no research on ‘best practice’ in volunteer management nor any examination of whether 
best practice leads to program effectiveness. There is, however, literature on recommended best 
practice and some of the suggestions are: 
 
• gain support from high level officials for a volunteer program 
• provide written policies to govern a volunteer program 
• create job descriptions for volunteer positions 
• provide support activities eg. orientation program,basic training 
• empower volunteers to manage other volunteers 
• recognition activities 
• evaluation of volunteers.  (Brudney, 1999; Brudney and Schmahl, 2001) 
 
In this Queensland study, every department has some form of volunteer recognition, but only four 
reported the provision of training. All departments are aware of legal liabilities relating to 
volunteers. 
 
Comparison Of Data 
 
The next two tables look at the problems and benefits of volunteer involvement (Tables 4 & 5) as 
seen by departmental personnel and by volunteers. 
 
Problems (Table 4) are presented ‘through the eyes of the beholder’; management issues have 
been discussed (role, competence, reliability etc.) and ‘volunteer’ problems are related to those 
intrinsic factors noted previously – being needed, being part of a team, having an opportunity to 
pass on knowledge and skills and to make suggestions. 
 
Table 4: What Problems Have Been Encountered in Using (By) Volunteers in State 
Government Departments? 
 
Departmental Personnel 
• difficult to delineate role of volunteers 
• ‘recruitment’ problem – specifying skills/ability 
• reliability 
• liability problems – workplace health and safety, exposed risk 
• problem with unions/staff – taking ‘jobs’ from full-time staff 
• tension between paid and unpaid staff 
• cost of insurance; liability problems 
• competence and training 
 
Volunteers 
• acceptance by staff, resentment 
• minimal training 
• too much demand on volunteer’s time/higher expectations than can be provided 
• difficult to have suggestions for change accepted 
• bureaucracy 
• don’t feel as though fully involved/given menial tasks 
 
Source: Focus groups; phone interviews 
 
Table 5 shows there is agreement by departmental personnel and volunteers about benefits and 
services being provided that could otherwise not be afforded (economic benefit). There is also 
recognition of the community benefit – from ‘partnerships’ to improved awareness and education in 
key areas – such as fisheries patrol, environmental management, and emergency rescue 
operations. 
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Table 5: What Are The Benefits of Volunteer Involvement in State Government 
Departments 
 
Department Personnel 
• provide services which could not otherwise be provided 
• enable ‘partnerships’ with the community 
• benefits to individuals/clients 
• ‘soft interface’ between department and public 
• essential to provision of ‘core business’ 
- 85,000 + volunteers in one agency 
- 1,351,438 hours of supervision for one agency (over 4 regions) 
• provide ‘extra’ resources 
• add ‘value’ to department – improve quality 
• cheaper service delivery 
• encourages ‘active citizenship’ 
• public (volunteers) gain knowledge and appreciation of work of department 
Volunteers 
• economic benefit – extend services of department (salary savings) 
• frees up time of departmental personnel 
• improves community awareness/involvement 
• provides a ‘positive’ image of department 
• gain expertise from other fields 
• provide ‘balance’ for inside view 
 
Source: Focus groups; phone interviews 
 
These ‘benefits’ link to the previously-mentioned findings on why volunteers give their time to 
charity – being part of the community, developing new skills and encountering a lifestyle different 
from one’s own (social and intellectual benefits). 
 
Concerns (Table 6) by both parties relate to good and bad aspects of volunteering; in the latter 
category there seems to be greater demands made of volunteers without perceived ‘benefits’ to 
them. 
 
Table 6: Other Concerns/Comments About Volunteers in State Government 
Departments 
 
Departmental Personnel 
• volunteers need ongoing recognition 
• ‘imposts’ on volunteers – have to pass through hurdles (criminal checks $30 fee) 
• volunteers should not be seen as a pool of unpaid labour 
• provides opportunities for people to do ‘good things’ 
• push towards mutual obligation – community engagement promoted 
• volunteer activity prepares students for the workforce 
• there are significant costs to volunteers to be a volunteer 
Volunteers 
• volunteering helps people make transition between work and retirement 
• provides social contact/self-satisfaction 
• volunteers ‘take’ jobs – government would have to create jobs if people didn’t volunteer 
• ‘accountability’ requirements and insurance cover pose problems 
• no mention of volunteers in last census 
• self-funded retirees who volunteer should be able to get an hours ‘log book’ endorsed to 
offset against income (tax relief) 
 
Source: Focus groups; interviews 
11 
Centre of Philanthropy and Nonprofit Studies  Working Paper No. CPNS5 
 
The Brudney and Kellough study in the United States (in c. 1998) sampled personnel managers in 
State government departments. They used a mail questionnaire and achieved a 54% response 
rate. The table extracted (Table 7) shows benefits and problems of volunteer involvement and 
these are ‘mirrored’ by the Queensland study. It should be noted, however, that the Queensland 
study was based on focus groups and interviews using open-ended questions, whereas the 
Brudney and Kellough study had respondents ‘tick’ stated benefits and problems in a mail, self-
completed questionnaire. 
 
Table 7:Brudney & Kellough Study (USA) 
 
(Table 4.)  Reported Benefits of Volunteer Involvement in State Agencies 
 
Nature of the Benefit 
Percentage of State Agencies 
Reporting Benefit 
Capability to do more with available resources 
Cost-savings to government 
Job skills and experience gained by volunteers 
Improved community relations 
Availability of specialized skills possessed by volunteers 
Capability to provide services we otherwise could not provide 
Expansion of staff in emergency and peak load periods 
Increased public support for our programs 
Improved quality of our services or programs 
Increases in level of services or programs 
More detailed attention to clients 
Greater public awareness of pressures and constraints on government 
Expansion of the kinds of services or programs we can offer 
Program advice and guidance provided by volunteers 
75.8 
69.7 
62.1 
57.6 
45.5 
45.5 
42.4 
42.4 
36.4 
34.8 
30.3 
28.8 
27.3 
25.8 
 
(Table 5.)  Reported Problems of Volunteer Involvement in State Agencies 
 
Nature of the Problem 
Percentage of State Agencies 
Reporting Problem 
Getting enough people to volunteer 
Lack of paid-staff time to properly train and supervise volunteers 
Lack of adequate funding for the volunteer program 
Union objections to volunteer involvement 
Providing insurance for volunteers 
Lack of funds for reimbursement of volunteer’s expenses 
Lack of support from department heads and supervisors for volunteer 
program 
Volunteers lead to misconceptions about the number of paid staff we 
actually need 
Absenteeism by volunteers 
Poor work by volunteers 
High turnover of volunteers 
Unreliability of volunteers in meeting work commitments 
Lack of support from top elected/appointed officials for volunteer program 
Poor working relationships/mistrust between volunteers and paid staff 
37.9 
31.8 
22.7 
21.2 
19.7 
18.2 
18.2 
 
18.2 
 
15.2 
15.2 
13.6 
10.6 
6.1 
6.1 
 
(Table 6.)  Characteristics of State Agency Volunteer Programs 
 
Nature of the Characteristic 
Percentage of State Agencies 
Reporting Characteristic 
Basic training for volunteers for the jobs assigned to them 
A volunteer coordinator with responsibility for the program 
Recognition activities for volunteers, such as reward ceremonies 
A written policy regarding volunteer involvement 
Liability coverage/insurance protection for volunteers 
Job descriptions for volunteer positions 
Formal record-keeping for volunteer activities 
Reimbursement for the work-related expenses of volunteers 
Outreach efforts to recruit volunteers 
Formal orientation for volunteers to your organization 
Training for employees in working effectively with volunteers 
Have made or sponsored an evaluation of the volunteer program 
Ongoing training and professional development opportunities for 
volunteers to assume new jobs and greater responsibility 
51.5 
48.5 
48.5 
47.0 
47.0 
39.4 
37.9 
37.9 
34.8 
33.3 
25.8 
13.6 
12.1 
 
Source: Brudney & Kellough (2000), pp. 121, 122, 123 
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Basic characteristics of programs in the US (Brudney and Kellough Table 6) link to the Queensland 
study findings in terms of information held about volunteers and resources provided to them. 
 
As already mentioned, the reasons for being a volunteer (Table 3) shows some congruence 
between the ABS Voluntary Work Survey results (2000) and the small sample of volunteers in the 
Queensland study who completed a questionnaire. 
 
PUBLIC POLICY RESEARCH AGENDA ON VOLUNTEERS 
 
Apart from the issues already mentioned such as volunteer management (best practice), and 
formal agreements (codes), there are some public policy issues worthy of consideration such as: 
 
• an ‘agreed’ definition (especially by those doing research); 
• the nature of a volunteer contract or form of engagement; 
• measurement of the volunteer contribution (value of the work done); 
• research-based policy development on volunteers, especially on volunteering by young 
people, older people and social exclusion from volunteering (including recognition of 
informal volunteering such as family support); and 
• tax implications/concessions. 
 
This list is really the substance of another paper but a few comments can be made on the last 
point. (It should be noted that we are waiting on the release of the Draft Policy on Volunteering by 
the Queensland Government – due for release in late July/early August 2002). 
 
In a recent article in the Australian Journal on Volunteering, McGregor-Lowndes et.al (2001) 
looked at volunteers and income tax.  From an income tax point of view, volunteers are not 
considered as employees. Volunteers are also not likely to be regarded as carrying on a business, 
occupation, profession or trade. In the case of volunteers receiving a reimbursement of expenses, 
or payments to offset expenses, such payment is unlikely to be considered as assessable income. 
(McGregor-Lowndes et.al.,2001:25). 
 
By contrast, allowances paid to volunteers are considered assessable income (allowances, 
gratuities, benefits etc.). However, payment of motor vehicle expenses at a set rate per kilometer is 
treated as a reimbursement provided the expense is calculated on a reasonable basis. (McGregor-
Lowndes et.al.,2001:26). 
 
In the UK the Inland Revenue sets tax-free mileage rates for volunteers/voluntary organizations but 
cautions drivers about making a ‘profit’ as this may invalidate their insurance.(National Centre for 
Volunteering, 2001).  Rates for reimbursement now also cover the use of bicycles. 
 
As yet the Australian Tax Office (ATO) does not give ‘concessions’ to volunteers.  A recent 
decision relating to GST and input tax credits for reimbursements to volunteers (and people on 
work experience) by government departments was resolved in the negative. (ATO ID 2002/266). 
The decision stated that the entity was a government department, the supply of services was not a 
taxable supply (Section 9-5 of GST Act) and there is no invoice, volunteers are not employees, the 
entity is not a charitable institution, a trustee of a charitable fund, a gift-deductible entity or a 
government school , so Section 111-18 of the GST Act does not apply. 
 
Self-funded retirees, in particular, have suggested that they should be able to get some ‘offsets’ 
from their volunteer effort against their assessable income. However, the debate about the ‘value’ 
of volunteer effort would be opened up. (Currently the ABS – under the System of National 
Accounts (SNA 93) looks at four methods of estimating unpaid work – the individual replacement 
cost, housekeeper replacement cost, gross opportunity cost and net opportunity cost). (ABS, 
2000a : 59-61). 
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There is some indication that volunteering is seen as an important part of social capital creation 
(ABS 2002), so recognition of volunteer ‘worth’ may need to be formalized. Tax concessions such 
as  telephone rental /calls,car registration fee, drivers licence fee could be allowable deductions (or 
part thereof) against income.  As some participants in this study noted, it ‘costs’ quite a bit to be a 
volunteer. With the introduction of the GST, some costs of goods and services utilized by 
volunteers in their volunteering activity have increased. Perhaps some optional financial 
compensatory mechanism would be a tangible way to recognize their effort without offending their 
altruistic raison d’etre for volunteering. 
 
Ironmonger (in Warburton and Oppenheimer, 2000) and Wilkinson and Bittman (2002) look at the 
numbers of volunteers based on ABS data.  Time-use data from ABS surveys have been used as 
they include ‘informal’ volunteering such as help in households, and time on church or religious 
activity.  In 1997, total time spent on volunteering was 10.8 per cent of all unpaid work and 13 per 
cent of all paid work (or between 7 and 8 per cent of GDP).  (Ironmonger, 2000: 59-63) 
 
Wilkinson and Bittman (2002) have analysed the time use surveys and discern that the per capita 
hours of volunteering increases steeply at age 55 years, with women’s peak hours at 60-69 years.  
The authors extrapolate on demographic information (ABS 2000 projections) and show that 
persons aged 55-64 years will increase most rapidly (43%) between 1995 and 2021, and those 
aged 65 years or more will increase by 52% over this period. (Wilkinson and Bittman, 2002: 10-13).  
Analysis of volunteer rates from ABS Surveys on Voluntary Work show that each successive birth 
cohort appears to have a higher rate of volunteering than the earlier cohorts, and this could lead to 
an increase in both the number of volunteers and hours of voluntary work between 2011 and 2021. 
(Wilkinson and Bittman, 2002: 15-17). 
 
This and other policy issues, indeed extended research on volunteers, is something that the Centre 
of Philanthropy and Nonprofit Studies will continue to look at. 
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